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A descciptive study vas conducted to identify and
define differeat types of short-ters 'vocational educaticn training
prograss in ccemaunity colleges and t6 report on the tenefits of the
selected shortsterm .programs as compared to the long-tera offerings
at the respective comsunity cdlleges. Because this it ar unresearched
area, this rhase I study is not a- hypgthesis testing study, but a

ypotheses. In addition to a

literature review, programs.offered in trade and industrial subjects
in the Fugene and Portland, Oregon, areas were studied ky on-site o
revievwing of selected training projects-at five comsunity ccllegés -

"and by interviewing a nuaber of providers and users of short-tera and "

long-tera vocational education prograams. Types of'shcrt-ters programs
found included entry-level courses, occupational prefz-atoery
prograass, and upgrading programs. long-tera prograns included one-
and two-year certificate prograss, and two-year diplcma. or associate

degree prograas.. The study concluded the following:

first, that both

short-term and long-term training programs 2re meeting crucial needs
0of trade and industry in different areas: second, that short-term '
training programs are underdeveloped and underutilized; third, there-
is a strong need for refining existing guideiines and develcring new
guidelines which would identify effectiye models of short-ters
training programs: finally, there is no clear, concrete mecdel which
incorporates both aspects of short-term and long-tere training
programs. It was recommended that a phase IJ study ke ccnducted to
develop short-term training pgogram guidelines, identify the
short-term ‘training needs of trade and industry, develcp a practical
model of short-term training, and explore incorporating aspects cf

short-term prograss into more traditional long-tera fprcgrams.
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GOALS AND OBJECTIVES

One of the ob3ect1ve; of the Community College is to respond to the tra1n1ng
needs. of business and industry. The legislated goal of vocat1ona1 education is
to prov1de .nc1v1duals with entry level skills, to prov1de the link between the
wor]d of work and the ‘world of knowledge, skills, and attitudes required -to
successfu1]y perform a job. ' "

ey

-
-

‘Recentl; industry and business have approached the Cehmdnit} College requesting '
© .,"short-term" training programs for both potential employees ‘and current -employees.
As a result, a number of "short-term" training programs have Séen provided on
request by community colleges. Since many of these—"short-terdﬂ offerings have
" been developed and implemented through communityreducatiop and apprﬁetiteship
..’ de%?rtments of the eommunity college system, the focus is on trade and induetry.

v

These short-term tra1n1ng programs may encompass a var1et% of foer1ngs at the
community college level, 1nc1ud1ng occupational preparatory courses (experi-
menta]);«oécupétiona] ‘preparatory programs.; occypational suppiementary coun‘es,
occupatijomal supplementary programs, as def1ned by the-Oregon Department of

.~ . Education (ODE) These programs requested by trade and 1ndustry rocus on two

t

- general areas: entry 1eve1 skills and upgradlng

e

N Y

.The,purpose of "The Ba<1c Difference in Values Between Short-term and Long- tenm ‘. .
Vocational Education Trainihg Programs ‘at the Community College Level" progect

wac to.prepare a state-of-the- art paper which would identify the meaning of

short-term vocational education tra1n1ng programs and to subsequently 1dent1fy the
bepef1ts of such programs as compered to long-term voeatwona] education training
programs in the community college system. This docuwent would provide material

‘on an area previously unresearched but within the -comdunity college .overall ';

course offering. Specifically, the state-of-the-art paper would at least resalve =
t the issue: Are any program guide]ihes needed or is, in fact, enough informétion
available throughout the community co]]ege system to properly and adequqtely offer

any 1ength of vocatlona] programs?
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Research for the project was obtained by reviewing selected training projects at
d number qf commuﬁity college sites and by conducting intervews with a selected .
list of providers and users of short-term and long-term vocational education ' .

;} . -

programs. e ?

In 3dd1t on, if a determination was made b/ the management team at Fhe conc]us1on '
of bhase I that Phase II .was netessary, a feasibility report, 1nc1ud1ng a cost.
estimate, wou]d be prepdred and presented outlining the value of an in-depth study

such as described in the original proposal. \\\{ N
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PROCEDURES i ‘ . Tyt
This project was conaucted in three.stages ) :
Stage 1 dealt w1th the intensive interviewing of a selected samp]e of prov1ders -
and ‘users of both short-term anJ Tong-term vocational educat1nn training programs.
Pr1mary ang,secondary sources of literaturé which perta1ned to vocational educa-
tiopn were 2:31ewed .

Stage 2 reviewdd and ana1yzed the 1nfnrmat1on from Stage 1. On the basis of
this 1nformat1on visitations were made to se]ected training programs ‘at five ' ‘
commun1ty college sites. Further\gnterv1ews were conducted with vgcat1onai
educat1on providers and’ Users, agency people; and students from a targeted short-
term vocat1onaT education program. Primary sources of 11terature were co1]ected
and re/1ewed. . e , ) : '

-Stage ? dealt with the final evaluatior and analysis of the information; an

assesy ment of strengths and weaknesses of short-term programs, based on obser-
vatiohs. apd ana]ys1s of this prev1ous1y unresearched area and on the necessary

1imi ted number of programs-visited; presentation of the review materials in a )
seminay’ for management qvaluation; preparation of a feasibility report if Phase

11 was_deeTed gecess'ry, and comp]et1on of the fgpa] report. ;

* Carl Horstrup served as project director. Joanne Feirare Lawson served as the

iditia] %nvest?gator‘and writer. The project was, however, completed by Michael

K. Marlowe, be served\as the wr1ter of this recct. The management team eva]uat1ng
th1s.prodect consisted of Caxl Horstrup (Lane Commun1ty Co]]ege) 8111 True
-(Portland Conmun1ty College), Alan Schultz {Oregon Department of Educat1on) and
Joanne.Ferraro ‘Lawson. - : . . .
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’ " Study Design : : .
This is a desﬁriptive study to identify and define different types of short-term

vocational ‘education training programs and to .report onthe .benefits of the
LQE]eeted proérams as compared to the 1ong-term'programs of fered at the respective
community co11eges; because this is an hnresearched area, Phase I is not a
hypothesis testing study, but a descriptive one intended to generate hypotheses.

- This study concerns those programs offered by the community college del1very
system to trade and industry; therefore, observations may not app]} to short term

~ proq:ams.1n non-trade and industry. program areas. Since the focus of this study K
was on an area previously unresearchred and its purpose was to discover and tc '

inform, the guided interview recommended itself as a useful tool. This is a
research strategy of special use in generating social scientific description and
ana]yses wh1ch elicits and abstracts information devo1d of an fnterviewer's bia<
of prev1ous assumpt1ons The object of suchinterviewing ‘obtains information which
is empirically known to the interviewee. Thenrefore, the information extracted.
‘contained components of vocational training programs which the providers/users +
cons1dered .necessary, -important, and vital to the suc s of a program The
“emphasis was on obtaining narrat1ve accounts1n the 1nterv1ewee 3 own words and-
7 - in exploring all facets of the unresearched area, not narrowing the information,
' tollected by imposing/}he'interviewer's"questions. '
s ) .

An interview guide ensured that the interviewer'covered those'areas which. the -
" interviewer considered to-be of importance., This strategy is a flexible methodg >

of tnterviewjng‘Which leads to discovery throuéh collection of an expandéd.body'

of information ror critical analysjs. .

° cL 1
) 3 \ »
Studies .based on intensive interviewing typically use 20 to 50 interviewees :
because of material managipéﬁt.prob]ems'which are Znherent in a large survey. ,
. A face sheet, introductdpn, and -interview guide were designed to provide the .
’guioélines for use during the interview. The face sheet (see Appendix B) contains
. data about the -person to- be interviewed and the date of 1nterv1ew The 1n}roduotion
i (see Appendix B) was developed to provide a.systematic procedure,for the interviewer
. to ensure that’ information is shared with the interviewee about the background, - ‘}

purpose, and structure of the interview. The 1nterv1eW'guade (see Appendix B) is
~ “an outline of the tupics to be covered during the course of the interview,

"/ Extensive notes were taken by the interviewer during the course of each interview.

| [:R§j:' S : . b . o ] )
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The,review of primary-and secondary sources of literature also served as a research
- M . y

.

tool for the;purpose of the study.
The f1na1 report w111 reflect Jesponses, as gathered by the researcher of th1sg

report, to the study's main object1ve Ihe issue posed in the purpose of this

-.stucy 1; ‘1) "are gu1den1ne§\needed for implementation and gevelopment of short-

term programs at the community colleges to serve the needs of trade and industry, .-

or 1s ‘enough 1nformat1on présent]y available to adequately offer vocat1ona1

programs," and 2) “is an expand=d Sstudy (Phase I1). indicated whereby the 1s§ues i
raﬁsed regarding estab 1shme?t oi guidelines® for develdpment and implementation T,
*of short—terdAvocaticr°‘ ed;fation programs are resolved."

- . Ty

.

The findings of\the study are not meant to reflect curriculum offer1ngs, either
short-term or lohg-term, 4in areas other than those which deal directly with trade
and industry as spec1fted in the ob3ect1ves of this study That is to say, "are
the 'needs of- trade and.industry be1ng served by:- the offer1ng,of short-term
vocat1ong1 education training progréms in the communlty college system," and
"what are.their strengths‘and ‘weaknesses. as they currently are being offered?“

§
N
Y
El 4 ¥

. : MAJOR ACCOMPLISHMENTS AND OUTCOMES .

Part [ . o’
A1l three—stages outlines in the Procedures section {see page 5) were accomplished.
Specifically, this .includes: i . ‘
Stage 1 (This is the. initial data- gather1ng stage.) |
]. Intensive interviewing of a se]ected sample of prov1ders and users of both é
short-term and long-term vocational education training prograsm. A total |
of eight (8) initial interviews were conducted (see F1gure 1).-
2.' A 11terature réview of primary and secondary sources pertaining *o
vocational education was accomplished. ‘ i eu
3. Informatioh collected from both interviews and literature review was A
' ) analyzed in preparation for Stage 2 (see Procedures, page 5) of this
project. . '
Stage 2 (After the analysis of data collected in Stage 1, thz‘foT]ow1ng was
accomplished.) o oo .
4. An addendum to the interview guide consisting of fifteen (15) additional,

questions was developed -to expand the research effort (see Appendix D).

L . ) : 5 g




May &

May 7

. May 12

May 13

May 15

May 15

'wi11agi]1espie Community School
Coordinator of Program
_Contractor of short-term programs

Cara G11bert
(short-term)

Business Agent\

Memter of State Advisory Vocational Educat1on
Private Industry.Council and Lane
County CETA short-term instructor/developer/
contractor

Mike Murphy
(short-term/long-term)

Sherrill Koegel

(short-term) Private sector.initiative program Ascistant
: Coordinator, responsible.for offering
vocational classes

Private Industry Council,
designing occupational cluster programs,
includes employer contact, development of
specific skill dutlines.

responsible for's-

20-year Chairman, Joint’ Apprent1cesh1;\
Training Council
A certified tra1n1ng agent, 1nsfructor7des1gner
.0f short-term programs.

Robert Lyford
- (short-term/long t2rm)

Director of Vocational Education,
- Director of Special Training Programs

Larry Murray
(Tong-term) -

Jane-DeGidio,

~
‘Member of the Oregon State Apprenticeship and
(short-term)

., Training Council (0SATC), cha1rperson of
. Policy Sub-committee.
Short-term instructor

Capt. Clemmer, USMC

Contractor of short-term programs for U.S.
(short-term) :

Marine Corps Reserve Unit’

“Jack Jones
(short-term/1cng-term)

Short-term/long-term Coordinator,
Crater Lake and SW Qregon Tra1n1ng Trust
Curriculum developer short-term; contactor

/£ long- ti:?ijhoft term
) : B [



. e:}

6.
4
of these prdgrams
7.
‘with vocational education training programs (specialists; designers).
viewed regarding their in-house tra1n1ng programs.
NOTE:
and Portland, Oregon areas (see figure 2).
Stagn 3
and ana1y51s of 311 data”’ gathered 1nc1uded

9.
10.
1.

12.

13.

In dddition, two other accomp11shments should not noted regardirg: a) the needs
of handicapped and d1sadvantaged students and b) reducing sex bias and sex ro]e
"stereotyping.
The pkoject director participated in a workshop.sponsored hy the Federal

"Government in its effort to reduce sex bias and sex role stereotyping.

14.

15.

,$ites were executed

of both short-term and 1ong term programs.

0bservat1ons were made of the selected program offerings at these s1tes,
and extens1ve 1nterv1ews were conducted with the developers and 1nstructors

- Additional interviews were held with 1nd1v1duals who were d1rect1y involved

The training directors of two industries in the private sector were inter- .

A review and analysis of the material collected from providers, developers.
designers, speciaiists, instructors and users of short- and lgng-term

training programs occurred. ' .
An interpretation of the responses obtained in the interviews was made.
A review and analysis of observations of both long-term and'short-temn
training sites was accomplished. )
A list of strengths and weaknesses of short- and 1on6 ternt training programs
was developed and appears 1nthe Conc1us1onsqsect1on of this report (see

page 12).

eva1uat|on occurred.

The workshop was conducted -on May 13,

the direttor

r

Y

1981.
An interview regarding the needs of handicappéd individuals was held with '
of the Division of Vocatipnal Rehabilitation (Eugene, Oregon).

i

Investigation and observation of five (5) vocat1ona1 training program
Sites were'se]ected because of\the1r varied offer1ngs

All 1nterv1ews and program visitations vere conducted in the Eugene

The major accomplishments for Stage 3, which involved the f1na1 review -t

+

. A presentation of the review materials odcurred in a seminar for management
1

\

x

£

&
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‘May 18, 1981

’ May 21,

" May 28,

May 29,

Figure 2

1Y

Date

Site Person(s) interviewed

May 20, 1981

"

May 27, 1981

v
22, 26,
27,-1981 A

\

3

A

1981

_Rehabilitation

1981

June 2, 198]

June 3, 1981

June 5, 8, 9, 1981

|
June 9, 1981

LCC Downtown. Center

H

Purpose

.\ ' . . T

-

T _ ‘ ‘
. LCC Downtown Center *  Jane DeGidio,.Instructor -

Wood Products Training .
. Program for Women
Bob Lyford, Designer--
Instructor, LCC-short-term

program
Weyerhaueser Timber Marilyn Papich, ﬁegional
- Company ;’Training Manager

- =

4
Carl Horstrup
Oirector, Project Provider
Peveloper of short-term
y  programs

LCCG Downtown Center

» ' Y

Den Ware, Director of
*Vocational Rehabilitation

Division ok Vocational

-

Eugene Water &

Ed Sheridan, Training
Electric Board N

Coordinator
5 : B
Julie Aspinwall LMmberts,
Program Eva}uator

%

LCC Main Campus

LCC Main Campus Jim E]l1son, Associate Dean
. of Instrucb(bn

Stadium Center Bil1l Ture, Provider/Developer

of 50-60 Short-term programs

Sylvania Centei Chris Meyers, Program '

Specialist

program;. in-house short term-

Observation and interviews with
instructor and class members.

Intéxyiew regarding short-term
prograwms.

Interview regarding in-house
program. Inquiries regarding -
supplementary community college
vocational education programs.

Interviews regarding short-term -
programs.

Inquiry and interview regarding

training programs needed.

[l

Interview regarding in- house
training.

_ Background material.

Background material. -

Interviews regarding sho™t~term and
long-term -programs.

Interview regaraing snort-term
programs, marketing of. programs and
development of progmams to train entire

work force of incoming inaustry. -

- 1 ;
A1
-




Fiaure 2 (continued)

oo
Date L Site L Person(s) interviewed Purpnse )
Jurie 10, 1981 Rock Creek Campus B.i1 McCoy, lelding Interview regarding long—ierm
. classes and modalar units.
June 11, 1981 Rock Creek Campus BoL Aldrich, Program Developer, Interview regarding long-term -
Industrial Technology classes and modul - units.
- Y \
June 12, 1981 Rock Cieek Campus Fred DeWitt, Diesel Interview regarding long-term €
. classes and modular units.
June ‘12, 1981 Rock Creek Camy 's Don Sempert, Coordinator of Interview regarding long-term
-Program Planning & Development classes and modular units.
June 12, 1381 Stadium Center . Bib Hilger, Coordinator, Interview régaraing development of

Apprenticeship/Trade Extension  short-term classes.
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Fart 1]

Interviews and on site visitations revealed a wide range of short-term progran

é '\ «

offerings;-time and resources did not allow for an exhaustive study of problems.
However, the following general classification of short-term training programs 2
emerge based on the data co]]gcted.
Short-term programs for #se burpose 6f this report are defined as "any unit of
study which spans oﬁe—ha]f day to a series of courses which may cover up to a
12-Qeek, 8 hours per day, 5-day week time period, shorter than one academic
school year." '

-
~

One purpose of such shont-téim programs may range from study for upgrading,
which would-include new products or methods, .nformation and/or technoloéita]
information; or programs 6For the provision of entry level skills for worke';“‘s in
inaustry and the trades. - '

This study revealed a wide variety of programs in these two main ;reas. Some of

tne specific.goals of these programs include: 1) prcgrams for bééic entry level
skills so that industry and apprenticeship training pragrams can‘meét.affirmative,
action guidelines; 2) core appréhticeship training programs (e.q. low enrollment)

to provide training to individuals in dying trades; 3) to supplement in-house
training programs in industry; 4) to provide.in-house training, workshops,

seminars and programs; 5) upgrading of jourreymen (‘trade extension); 6) preparation
fur license examination. l

Individuals who participated 1n these short-term brograﬁs included apprentices-
within th apprenticeship program; journeymen within trade extension program;
employees and supervisory individuais within industry who required a variety of
upgrading; disb]aced workers seeking émployment in entry level jobS'and trainees -«
in in-house brograms.. ’ : T

Tnese short-term programs were held for the most part on community éo]Tege
facilities, or on the premises of business and industry: In some instances, shey

were in community schools.




Types of Short-Term Programs

A. Entry level . ‘

1.

Short-term programs

One of the most common formats of "entry level" short-term programs is
defined in the Handbook of Policies’.and Procedures for Community College

Occqpatioﬁa].Prbgrams, Curriculum and-Courses.

-

"Short-term program": is generally a-term or less iﬁ length and is
p}aﬂned to meet immediate Eoﬁmunity manpower training needs. A \
certificate of attendance’ is the form of recognition provided. Programs
may be offered for up to fuur times within one calendar year, after
which approval must be renewed. Short-term programs which are planned
to be offered on a continuing basis will be processed as new programs.
) v
The 'Pre-apprenticeship training program” conducted at Lane Community
CoLF?@e“is an excelient example of short-term train}ng programs.
Participants receiyed short-term training in a 2-week survival skills
class teaching basic job rglated skillé: resume writing, communication
skills, feedback skills.

then s’ecialized into one of three basic areas:

Following this 2-week course, participants
woodworking, parts
countering skills, or TV service and gadio repair. The intent of this
program was to provide basic entfy level skills t2 narticipants over a

.1C-week- period. . &

Another excellent example of short-term training program.is the "yood
This 10 to 12 week
program was designed to assist women in securing entry level positions

products traininy program" conducted also at LCC.

&

in local mills and the woods. The program concentrated on four areas: i
- prsica] development, basic skills, job-site visitations and attitude
» awareness ski1lls. i : .

Occupational preparatory program

Ny

As definea by the Oregon Department of Education, this is "an occupational
program designed to prepare persons for employmemt or for further
education. Occupational preparatory programs may vary from a specific¢

number of hours to more than two years in length." (Handbook of Policies

- and_Procedires for Community College Occupat.viial Programs Curriculum and
Courses, p. 7.)

ERIC | Ny
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It should be noted that. this definition is far broader than #Re operational
definition proposed for this report. “Some occupational training programs
may in fact be long-term training programs. v

x5

r

Dué to the faef that these entry level short-term training programs have

ro 1ong—térm counter partsb it is.impossible to evaluate them comparatively.
However,héreinlies the uniqueness of short-te?matraining programs. They
are designed to respond to thesimmediate needs .of trades and industry.

-

Portland Community College. (PCC), through the Institute of Community
*Assistance, has developed an excellent model for,marketing what they term
"cusvom designed programs."” For their purpose, this is ahy educational
activity offered to a specific customer that does not appear in a PCC -~
“clas; schedule. These brograms cut across the two general categories of
short-term training programs: 1)'entry level preparation and 2) upgrading.
The diversity of programs offered by PCC is a good example of the untapped
potential of short-term programs. P

Upgrading .
The second major focus of short-term programs is upg-ading of emb]oyee skills. -
For cqgsiséency, ODE definitions can ser;e as two genena{ classifications of
short-term training in the area of "upgraqing."
1. Occupational supplementary course
This is designed for persons who have entered the work force. Courses are
designad to meet upgrading or retraining needs ir the occupational area in
which individuals are employed. Two hundred.ten clock hours is the
maximum time limit for approval. (Handbook of Policies and Procedures
for Community Co]ﬁege Occupational Programs Curriculum and Courses, p. 18.)

These programs are some of the most highly marketable to trade and industry.
This is primarily because they are so flexible and adaptive. They are
geared to the specific needs of the consumer and provide options to high
turnover. These programs also are financial airantageous-to trade and

- industry because community colleges can often deliver programs at a sub-
stantially lower cost than most external providérs.




2. OCCup¢t1onal supplementary program .,

‘ Ih1s is a vocat1ona1 program designed to provider training for persons who
have already entered the labor market and need training to be updated or
upgraded to achieve stability .or advancement in their current emp10yment .
An occupat1ona1 supplementary program - is one which leads to a degree,

. diploma, or cert1ftcate (not cert1f1cate of attendance). The program may
consist of one.or more individual occupational supplementary courses

- organized to achieve: 1dent1f1ed objectives of a degree, certificate, or
lTicanse. Individual courses or series of courses des1gned to meet the

" objectives of occupational upgrading or advancement and which do not 1ead
to a degree or certificate ¢o not lead to a degree or certificate do not
constitute a program. (Handbook of Poljcies and Procedures for Community )
‘College OccupationaJ Programslgﬁurnicu1um and Courses, p.” 18.)

S

Much broader in scope -than ”occupationa1 supptementary courses." Short-
term training programs of this nature pffer to the employer a certified
employee who has.recefved either a degree, Hip]oma, or certificate {not
attendance), These programs are comprehensive with greater quality control,
in termsi of the skill level of the emplojees completing the program.

. oy o
Community colleges offer a variety of courses and programs in upgrading.
PCC offers a "Standard Electrical Code Class" for employees and_cross i
training, which helps prenaré people for scate-1icense exam. PCC also
offers an “advanced,code class” for supervisors and journeymer who have a
general construction maintenance license. There is also a special class
to teach only,"changes in e]ectrical codes" which meets for a total of
10 hours, 2 hours a week for 5 weeks. In these classes, participants
may pay their own fees, the company may reimburse the peop1e after they
have successfully coﬁpleted tra1n1ng, or the pragram may be presented on
the company,1ndust5§ S premises.

/ . . : i

Types of Long-Term.Program! )

It is difficult to describe in any more than a general way the classifications of .
long-term training programs, primarily because the Short-term programs categorized
_in this report do not have long-term counterpargs. In addition, short-term Lrograms
emphasize the "immediate" needs of emp’oyers, thus necessitating a short-term
approach, ) -




i,
-

For the purpcse of th1s reggrt the following functional'definition of long-term
tra1n1ng programs 15\Pe1ng uded. X . . ) -

-
Sy

! p
. / L -
~ Long-term traiging is "an sequent1a1/re1ated gnit(s) of study covering a minimum

~ [y

of 500 hours of\classroom’ tra1nﬁﬁg to 2 years, of tra1n1rg or longer which leads to
either of "certificate of compﬂet1on, cert1fy1ng minimum course/curriculum require-
ments have-been met or which Teads to a diploma or associate degree, which recog-
nizes that all curriculum requﬁremeﬁts have been met in either a one or two-year.
format. In general, long- term,tra1njng programs are usually one to two years in

length."
"Through interviewing and on-site 4f;itations, the following are general ctassifications

3

¢f long-term training programs

Ofde and Two-year Certificate Progra@ij
These long-term programs,provided‘by-the commun?ty\co]]ege system, offer in-depth
training to students; these programs cover such areas as we]ding, diesel mechanics,
A Y " .

aqugmechanics. The certificate rece1ved ‘determines that’ the 1nd1v1dua1 has met -
minimum ciercu]am requirements. These programs provide, trade and industry with

Y

-“individuals who have a broader skill background in sperific areas.
(S - - - ‘

Two -year D1p]oma/A559c1ate Degree R - / - )
Students completing’ two- -year programs of study have met a]] Currqculum requ1rements
In addition, they have a1so taken e1ghteen.(]8) hours of general studies. These
1‘pgrams tend to produce highly skilled agg,-in many cases, matgre emp]oyeeé.
This is because individuals completing long-term training programs have demonstratéd

comnitment -and interest in their figld of study.

Long term training programs leading to ah associate degree provide highly organized
and well-structured, sequential curr1cu1um'qn skill deve]opment and cognitive
information using both dydactic and experiential*(hands on) approaches.

Portland tommunity College (as well as otherfcommunity cotleges in the state)

offers‘a variety of long-term training programs in- trade and industry. -Some of .
these include: agricultural mechanics (2-year associate degree); auto body‘repair
(2-year associate degree); auto painting (i-year certificate program); auto

mechanics techno]ogy (flexible program, 6 various 1-2 Year certificate or deqree
options). .

14
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. _ ~ PROBLEMS
wuriry thé course of preparing this report the ?o]]owing special problems weré-
enccuntered: '
1. There was difficulty in making a direct evaluation compariscn between any
one shorgﬁterm tr?ining program and any ope 1long-term training program.
This is due, primarily, to uniqueness of each program. Most.shortsterm -
training programs (i.e., wobd products, electronics assembly, etc.) .do not ¢
¢ haQe comparable 1png-term training programs in the same content area. .

Y . -
N .

4

As established later in this report (see Conclusions), many short-term

ro

-
programs: treat different populations than those who would norfially be trained
at the community college in long-tern programs. This Also contributed to

the difficulty of comparison. af .

3. Due to time constraints and manpower limitations, only a sampling of long-
and short-term training programs were thoroughly investigated.

4. There was a large range Sfboth"estagq}shgd“ (offéred more thgn once) and
"ad hoc" short-term training programs, which contributed to t&grcomp1exity
[ 4

-

M of categorizing.

5. There are a variety of definitions deveioped by the ODE which include short-
term training programs. This also added to the difficulty of categorization

and evaiuation.

* R i i 4

EVALUATION

o

‘Tne evaluation committee for this report consisted of four individuals: Alan

Schultz <(QDE), Bill True (PCC), Carl Horstrup (LCC, Projéct Director) and Joann -

- .- . .
Ferraro Lawson. (principle writer and investigator). .
. .

o ! -

Throughbut each stage of this project the evaluation committee was Gonsulted and )
provided the principle writer and investigator with direct feedback on any modifica-
tions necessary to improve the quality of the research and interviewing conduﬁted.
Each
staye of this project was considered to proviqé valid data for analysis and inter-

The evaluation ~ommittee provided in-depth monjgoring on a regular basis.

S

pretation.
3 Ea

-3

’




Given the initial problems encountered ih the inmplementation of Phase 17 it is .
ascertaiaed by tpe evaluation compittee that the project objectives were success-
fully attained.- Further, it was determined by the evaluation committee.that the
accomp11shments "and qutdomes given the constraints of time and resources, provide , .

training programs\ Sbe;1f1ca11y, it is Yetermined that short term training programs
serve unique and s1gn1f1cant needs, not current] met by* long term training programs,
of trade and industry. In partvcu1ar, short-term* progrdf§ have the flexibility to
respond to.the “irmediate" and’“Ehang1d§\\needs of the eVer 1ncrea:1ng technology .
of trade and .indust:y's needs’for cont1nya1 ”upg4ad1ng” of ‘the current work force.

" Further it was estdblished that ;bgre is a large untapped potent1a1 for short-term

t

tra1n1ng programs and that the reffdang of both gu1de]1nes for short term programs
and development of new programs and courses will have a s1gn1f1c1ant impact on trade
and industry. . ] \ . -

¢ v

In summary, the evaluation committee, after careful monitoring of data ‘Gathewsng

-methodology, is in complete agreement &3th the concluSions of this report and

stgongly recommends further investigation and program development as out11ned in
Phase II. ¢ )

X N CONCLUSIONS : g
= i ! - «
] h v,\ - \"’

The firdings-from this study indicate that significant amount of further research
is needed. There was a great amount of data which has enabled the investigator/

7wr1ter to descr1be characteristics. and operat1on of short-term training”’ programs

in trade and industry. This is a major accomplishment in and of itself. . (\\\

é»\

-

-

The following discussion'will summarize the most significant §indings of this study
as they cohtribqte to the intital study objectives.

1. There is i wide variety of short-term training programs with no geneL&] !;
standardiza..on or continuity. Many courses are run on,an "ad hoc" baéﬁs; .
= which is not to imply that these courses are not meaningful or well
_organized. Rather, when seen as a who]e there are no basic training models
g which systematically out11ne a magor1ty of the surengths of short term .

% - training programs, as def1ned in th1s study.

(o
/»-




.ot
1

: _Gf/gtwi 2. The state-of-the-art study revea]ed that there are signi?icant contributions
,or potent1a1 areas of impact on vocat1ona1 éducat1on as a result of further ,

deve]opment of short-term training programs . <

-

3. The pptential for expansion‘of short-term trajning programs is”directly

proportionate-to the needs of-trade and industry These needs have not
\ . ¢

been fu]]y 1dent1f1eu or tapped at this presgnt time. Further, because
‘ » of current technolog1ca1 changes and tire prediction of future techno]og1ca1
. ' changes and the preddct1on of furture techno]og1calfdevefipments, the

markét for short term programs, both in the aneas of "upgrading" and

L] = . 3
. -

"cross tra1n1ng" of the current’ w&rk force, is expand1ng ’ /) ,I
: -3

l

D 4 s

\ " 4. It is a major conclusion of this Uﬂ{/ that the need for guidelines and

' « .the development of mire short-térm training progﬁams Jto meet the 1mmed1ate y
» needs of Yrade and 1ndustry,-is great. ’ o : )

Th

% ) “i—' ' ' ) i
5, Interv1ew1ng and research revealed that the potent1a1 for coordination of

- long-term and sh8;t1term tra1n1ng programs is. s1gn1f1cant1y underdeve]oped ..
LT 7 ' “Hence, a mode] coudd be deve]oped which enhances the overall de11very of ~
. ) ®aining serV1ces to trade and 1ndustr§ which wou]d effectively c0mB1ne the
strengths of both -short- and lohg: tegm training programs in.a single .
- package. - , \: © . - /

\ -

* 6. A majbr conclusion-of this study is that shart-term traindng~programs provide
' a unique service to-tradé and‘jndustry by responding to’thI1r Mimmediate

ms, are 1ne££e\ct1v'e ve
, Rather, it is a finding, of. this study that they meet different needs, have

" needs." Thisg does not imply that long+term tra1n1ng progr

" different character1st1c strengths and ‘that sHort-term tra1n1ng programs

Iy = ) -

—  are s1gn1f1cahtﬁ% underdeveloped.- o )

£
+

7. The fo]]ow1ng strengths and weaknesses have becn 1dent1f1ed as character1st1c

of short-, ahd Tong- term tra1nzng programs. -

Strengths - Short-term trainikg programs . ‘. o .
a. F]ex1b111ty - Short-term programs allow for f]ex%bi]%ty in regards to
, their time frame and structure. Programs may rande from 40 to 400
hours 1in 1ength;‘meet from onece to five ‘times a week; from 1 hour to
. ' 8 nours per day. They may be taught of Site or at community college
' ‘ or at community schobls. This flexioiljty is very attracttve to trade

2l

iy b

7
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. ) .
and iMustry because courses are personalized to their needs in termp

F ]
of structure and format.

-

Adaptability - Most short term programs researched in this study were
were developed to meet the needs of indUstry and trade. ﬁrequently :
they approach the community college outlining their specific training

needs. These programs are highly relevant and adapted directly for

the skill needs of- the employer.

/ A

SpeC1f1c1ty

Short term programs, because of their very nature, must

be limitat i focus.

Thus they provide the employer with intensive,
highly specialized training.

High financial feasibility - The %ost of short-term training progarms
is substantially Towered wheg’de11vered through the community co11ege
system as opposed to outside providers. Many times trade and 1ndustry
In add1t1on, the

cost for redesigning or scrapping an obsolete short;term program is

do not need expensive, long:term training programs.

substantially lcwer than doing#Bhe same for a 1-2 year long-term

‘program.

. ] L y
Expediency - Short-term programs are by their very nature expedient.

They provide direct; specific skill training, in a felxible format.
They provide an ever-changing trade and industry with entry level -
peob]e and upgrade current employees, all in the shorfést possible

i

format.

High]y marketable - For the very reasons just stated, flexibility,
adaptability, specificity, financial feasibility, and expediency, short-
term training'progr!ms,are highly marketable to trade and industry.

. h . »

Weaknesses of short-term training programs * .

. N - L a.

Specifictty - The-specificity of sho(t term training programs is at

times a weakness. Simply, they provide limited tra1n1ng, so employers

L

are faced with emp]oyees with limited skill levels.

Low qua11ty control - It is often d1ff1cu1t to guarantee employers

anyth1n% other than m1n1ma1 skill acqu1s1t1on because of the short time

frame 1nvo]ved " Certificates only guarantee attendance at tralnvng,
not prof1c1ency of skills. iy ’
- r -
% -* -
. .
0) . - * ’
o
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Cont1nued follow-up -.There is often a need for continual follow-up in
short-ferm programs. Emp]oyees do not have a &road background $0 as

trade and industry needs change becuase of techno]og1ca1,deve]opments,
empdyees must be “continually retfained. o ‘ \

[N

\\/

Limited job flexibility - As stated.ear1ier limited, focused training
deve]ops 11m1ted employees. when the economy sp1rals downward,
‘emp]oyees often do not have the'necessary skills to ma1nta1n their jobs.
In addition, 'with major techno]og1ca1 advanceg™in trade cﬂd 1ndustry,

(a percentage of these employees @ré always tézm:nated, flooding the »

} labor market with essentially unemployable individuals.

ot . h

Strengths of long-term training programs

a.

Broad educational background - One-of the d1st1ngt adwantages of long-
term training programs is .that trade and industry are able to choose
employees with a broad educatienal 6ackground: These 1nd1v1duals are’
better aoﬂe to adapt‘to-a'changing job market. ..Their traintng has -

. encompassed a wider variety. of areas in a particular arena.

<+ In-depth trainiqg L-Not on]y are employees more adaptable ’but’they have

also rece1ved in- depth tra1n1ng in specific skills. Thus long- term
programs prov1de a, s1m1}ar advantage tp short term programs and do not
produce limited employees. 4

High qua11ty contrdl - Long- term programs are able to guarantee a higher
skille Tﬁve] to employers. Ind1v1duals comp]et1ng sequent1a] 1ong term
training progfams are eva]uated for both cognitive 1earn1ng and skill
acquisition. , They do not progress through the program until they have
demonstrated competency in ¢rior training phases. i

High job flexibility - One of thermajor outcomes of a broader educational
program is employees that. are more flexible on the job. They are not
limited and therefore are more agaptable to technological changes. It
is the advaptage of trade and industry to maintain and corss train these

emp]oyees.

Financial feasjbi]tty - It i( %inancia]]y feasible agd in the best
interest{ of trade and. industry to hire and maintain students who‘mave
completed long-teym training programs. Ultimately it will reduce turn-
over rates and m1mrm1ze frequent retra1n1ng In addition these
emo1oyees hagtharr1ed the brunt of the financial cost of long-term

L4 -

9. ‘
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. v programs. FinaTly, employers are attractive to individuals who have
. demonstrated the ability to commit themselves to long-term programs, N
recognizing that this is & sign of responsibility and interests” These

employers are better risks than others.

" Weaknesses of long-tkrnl training programs |
) a. Lack of flexibility\- Long-term programs are usually sequential in
¥ .
nature. Students are\ locked into the program curriculum. These 4

programs lack the potential for flexibility. The curriculum and the
format tend to b?’high]y structured. '

b. Time length - Lgng-term programs are not expedient. They develop skills
over a period of time and require a substantial investment of time and
energy on both the community college and the student. o

- c. Limited adaptibility - TraMes and industry are constantly changing
- according to many quiVi?ua1s interyiewed. Industry goes thrgugh ma%br -
technological advances every 3-5 years. If programs with the community
college system don't make internal changes every 2-5 yea§s, they run

the risk of being obsolete. This poses a difficult problem for long-
term programs to constantly be revising their curriculum course \ -
materials, and instructional expertise to match changes in trades and

-

industry. . i -

d. Lack of specificity - Though long-tirm programs. provide in-depth
training, they often lack the speciﬁicit} found in short-term programs.
These 1oﬁg—term programs aré not afways able to train-individuals in
a specific, high1y'relevant skill area to meet the immediate needs of
a specific .employer in trade and industry.

_Summary of Conclusions

“After intensive interviewing and research of a select number of providers and
consumers of short- and dong-term training programs, it is a major finding of this .
state-of-the-art paper that both short-term and long-term training programs are
meeting crucial needs of trade and industry in.different areas.

Secondly, it is\the finding of this study that short-term training programs as a
whole are underdeveloped and underutilized. The potential for development is
very high.

20 <
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Thirdly, there is a strong need for ref1qzng existing guidelines and develop1ng

new guidelines which would 1dent1fy effective models of short-term tra1n1ng

progranms. <

4

]
‘
-

Finally, it .is a conclusion of this study'thét there is no clear, concrete model

which Tacorporates both aspects of short-term and long-term training programs.

»

a

RECOMMENDAT IONS

Based on all evidence co]]ectpd thrcugh 1nterv1ews, on-site visitations, the

——

following recommendations are made. .

-l

t

1.

2.

3.

LR

4.

5-

.E<ploration be made into deve]oping a model which

Erogra@ guidelines for short-term tréining programs need to be refined and
developed, because -thare is currently not enough TnformEtion aveifable
throughout the community colleges ZQ\E:fperly and adequately offer any
length of vocational programs..

The short term tra1n1ng needs of trade® and industry should be identified.
Subsequent]y, more short-term programs shou]d be deve]oped and initiated
which 1) meet the immediate needs of trade and industry and 2) contribute
to upgrad1ng the current work torce. )

»

w

A practical model for shq}t-tegy traihing progrems be developed which might

be used by community colleges to critique and strengthen currer,. short-
term program oiferings. v

!

short-term programs into more traditiona],1ong-term‘programs. The impact

incorporates aspec.s of

of which might be to increase the viability and marketability of long-
term_training programs.

In summary, Phase II is strongly recommended” and snou]d be 1mp1emented to

accomplish the 1n1t1a1 four recommendations.

21
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/ ABSTRACT

TO BE COMPLETED BY PROJECT DIRECTOR/PRINCIPAL INVESTIGATOR
Project Title: The Basic Difference in Values Between Short-Term and Long-
Term Vocational tducaticn Training Programs at the Commumity Cottege tevet:

Project Director/Principal Investigator
and Organization: Carl Horstrup, Adult Education Coordinator

tane Community College Downtown Center i
10599 Willamette St., Eugene, OR 97407 -

Funding Period: April 1, 1981 July 1, 198}
. (From) . - (70)
NUMBER OF STUDENTS AFFECTED: - NUMBER OF STAFF AFFECTED: /

OBJECTIVES: Prepare a state-of-the-art paper which identifies and defines short-
term and long-term vocational training programs 1nc1ud1ng the strengths and
weaknesses of each.

\

PROCEDURES: 1. To investigate short-term training programs currently being
! of fered.
2. Define thesn short-term vocational education training programs.
3. Subsequently .identify the benefits of such programs as compared
to long-term vocational education training at the respective

ommunity colleges.
EXPECTED CONTRIBUTION OR_POTENTIAL IMPACT ON VOCATIONAL EDUCATION:

See attached page. .,

PRODUCT(S) TO BE DELIVERED: A final report which will focus on an area previously
unrese. --hed but within the community college overall*course offering.

"This grant was developed pursuant to a grant from the Oregon Department of
Education. However, the opinions expressed herein do not necessarily reflect
the position or policies of ODE and no official endorsement should e inferred."”

- .- . . -ow -
- ---—------———--———--—-----—-----

FOR OREGON DEPARTMENT OF EDUCATION USE ONLY
Submitted by:

‘ . State

Check One:

Approved Contract . . . . .. . . Siate Cont-act No.:

In-House. . R State Project No.:
Source of P.L. 94-482 Funds: ’

Sec. 131: s Charged to Fiscal Year
— Sec. 132: s Charged to Fiscal Year
— Sec. 133: s Charged to Fiscal Year

Other: Charged to Fiscal Year

(Source) (Amount)

(Optional Interim Use 10-77)
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: . ' -
EXPECTED. CONTRIBUTION OR POTENTIAL IMPACT ON VOCATIONAL EDUCATION: -

1. Community college board ﬁémbers, presidents, deans of instruction,
vocational planners, division chairpeople and vocational instructors will
be informed of different types of short- term programs, 1nc1ud1ng their
strengths and weaknesses. -

2. 'Enable the above partiespto evaluate the effectiveness of short-term "
programs in their colleges:, »

3. Enab]e these same parties £% decide if short-term education training
programs should be provided again when requested and, if so, what the
essence should be.
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- MAppendix B -

,) GUIDES DEVELOPED
FACE SHEET
Name/Number of the inte}view . ’
Date of the interview
Trade or industry or community college
- 5

Position (Provider/User)(developer, specialist, instructor, coordinator/
individual or company, agency who contracts for pregkam)r

‘
Years involved with program (short-term or long-term)

Lenéth of time involved with trade or industry

«

Positions on councils/committees

-

\

If instrbctor, education leve]l

3

u &
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INTERVIEW INTRODUCTION

-

In introducing the investigator to the person to be interviewed, the. jnvestigator

will:

1)

Give his or her name and tell the person for whom he or she is work1ng, tell
for whom the study is being done. (ODE) .

Explain how the respondént came to be selected.

e (
Explai.. that there are no right or Wrong answers, and that the questions
asked are to collect information that théy (the interviewees) deem
important or significant (in addition to collecting background materials
for the study). -

Tell the respondent to feel free to ask questions or to ask for c]ar1f1cat1on
or more information.

Tell ‘respondent something about interviewer, e.g., background, training,
and some reasons for interest in this,area of inquiry.

* 3 .
Ask interviewee if interviewer can use direct quotes from interviewee in
the body of report. Read back the quotes that'may be used.




INTERVIEW GUIDE

A

This guide is intended as an outline. Interviewer will extract and examine
and explore relevant topics that are uncovered as interview prbgresses. The
emphasis is on obtafning a narrative account in the person's own terms. Probe
areas that the interviewee considers important strengths and weaknesses of the
program.

Background Quesf%ons

['m interested in finding out how people feel about short-term (long-term)
wcational education training programs. how did you get involved with vocational
education training programs? What is your involvement with such programs at the

present time? Specifically, in what capagcity are you responsible for vocational

classes? What poflulations do these calsses train/educate?;#9en you give me some
exampies of thé’c?;sses that you developed or teach or-2€bn

\

act for?
What precipitated these classes? Were they for the individuals' needs, an
organizational need, personnel evaluation, part of the general offering of a

community ccllege, other?
Py

:

How is the length of the class determined? (If not asscciated with a community
college) Is it necessary for you to cooperate with a community college to
establish/teach/contract for these classes? Can you offer a quality class through
your individual efforts? '

£y

Have you been associated mare with short-term or with long-term classes?

Please express your opinion on the benefits of short-term and long-term programs.
Do they do an adequate job in training individua1§ to perform satisfactorily in

a new "job?" What do you perceive as the strengths and/or weaknesses of eich
(short-termllong-term)? '

+

4
. L

In your view, have the trades/industry/community colleges developed the
necessary training programs to meet the needs of workers, trade and industry?

S0y
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(Questions added - Stage Two)

1. Why was program developed? \
~ 2. Skill or education actirity?
3. Lecture/Lecture-Lab/0JT/Job site visitation

4. How long? Hours/days weeks? How is length determined?

; ' . -
- 5. Time ¢f day? During work hours? Off hours? .
’ k1
6. Prerequisites? Knowledge of skills required for entry? ) ; "~ |

7. How'many in training program?

™. Instrucker? How chosen? Instructional material? How obtained? Existing,
developed own? Research and revise existing from industry? From )
vocational education training? From trades?

9. Textbook required?
. ) - , ‘ .
10. Who pays? Individual/industry/sponsoring agency/sponsoring trade or union/

- reimbursed ori successful completion by. 2.

11. Held at industry's facility? Community college sit? Community school _ *

—,

site? Other? ‘ : ~ ]

-

.12. Assistanc~ with job placement? Any other supporf services?

13. Those whe finish program will be able to.....?

14. Certificate received on completion? Associate Degree? State Certification?

15. 1ln order to gain entry into the program, was it,ﬁecessary to pass a
screqping'requirement(s)?
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APPENDIX C

. ‘ i . e ) \
TITLE OF PROJECT THE BASIC DIFFERENCE IN VALUES BETWEEN SHORT-TERM AND LONG-TERM

H

~ ’
TOTAL COSTS

LOCAL COSTS

VOCATIONAL EDUCATION TRAINING PROGRAMS AT THE COMMUNITY COLLEGE LEVEL

FEDTRAL COSTS

A. 1000
100
200

300

400

Instruction
Salaries. . .

ooooooo

Travgl

Other Purchased Services

Supplies
~

Instruction Subtotal

B. 2210

100
200
300

400

Improvement of Instructional
Services ;

Salaries

...... o e e .. Wil

450.00

/450.00

Employee Benefits

uuuuuuu

65.25

65.25

Travel

ooooooooooooo

»

.4,110.00

4,110.00

Supplies . .

ooooooooo

69.14

Improvement of Instruc-
tional Services Subtotal

69.14

Tu

2220
100
200

¢ 300

400

Educational Medta Services
Salaries . . . .

ooooooo

{..\

Employee Benefits

Purchased Services

oooooo

ooooooooooo

Supplies

Educational Media Services
Subtotal

D. 2500

Indi

/2600 Support Services Business/
Central ' :

rect Cost @ 7.5 4

239.58 |

Support Service Business and
 Central Subtotal

E. Othe

[y

r (include qxplanétion)
Other Subtgtal

-

COLUMK TNTAL

4,933.97

dg

" 4,933.97



